T
his article is concerned with the question of the transformation of organizational processes. The question is formulated within the broader context of societal change (i.e., the development of the information society). The problem is in essence about whether something qualitatively new is really taking place. First, there are the processes related to power in workplaces. Are the authority hierarchies in the workplace becoming flatter in line with expectations? Is there a general process of empowerment going on? Is decision-making power in organizations distributed more evenly than in earlier times? Second, there are the processes associated with the changing Our first two cases represent distinctive organizational cultures. One is based on subcontracting, the other on strategic partnerships, one on controlled growth and the other on project-centered teamwork. They both try to convey a dynamic and modern image to attract qualified employees, new customers, and in the case of the manufacturing enterprise, new investors.
Our third case, the Municipality of Ylöjärvi, is one of 450 municipalities in Finland responsible for day care, schools, health services, social work, elderly care, and basic technical infrastructures (roads, water, waste, etc.) . Ylöjärvi has 21,000 inhabitants and 1,300 employees and the town is growing rapidly (see www.ylojarvi.fi). It is located close to Tampere, the second largest city in Finland. We interviewed nine persons: the research secretary, one high school teacher, the director of the town library, the human resources secretary, the mayor's secretary, and four office workers in different departments of the administration.
Our earlier study about knowledge work and the information society (Blom, Melin, & Pyöriä, 2001 focused on the changing work situation of different employee categories. The term work situation defines the main aspects of work analyzed in the literature. This includes authority and power, autonomy, control over work, opportunities for employee growth and development, and motivation, which is related to rewards.
THE CASE OF FINLAND
Before analyzing our empirical cases, we briefly discuss the overall development of Finnish capitalism. Economic and social change in Finland has been exceptionally rapid. During the past 40 years, Finland has grown from a peasant state into a high-tech welfare society. Sociologists in Finland call the period of 1960 to 1975 the Great Migration. The inevitable structural changes in the economy and in paid employment took place within a very short period of time. People moved from rural to urban areas, from small farms to factories and offices. Increasing industrial production and the construction of the Finnish welfare state offered new employment opportunities. The industrial working class was growing, but not as quickly as the urban middle class (see Alestalo, 1986) . Between 1950 and 1985 , the number of workers engaged in agriculture and forestry decreased by 54%, whereas the manufacturing and construction workforce increased by 12% and service sector employment by 42%.
At the beginning of the 1990s, the Finnish economy ran into a deep crisis. This was attributed mainly to a rapid growth in foreign debt, misguided investments, and soaring costs, which effectively undermined the prospects 178 WORK AND OCCUPATIONS / May 2003 of Finnish companies in the international marketplace. At the same time, following the collapse of the Soviet system, trade with the Soviet Union came to a virtual standstill. Production and domestic trade declined dramatically. Unemployment skyrocketed (up to 20%) and the state budget went ever deeper into the red. In 1991, GDP dropped by more than 7% and the welfare state was seriously jeopardized by serious cuts in benefits (Julkunen, 2001) . Neoliberalism became the dominant political creed.
In January 1995, the Finnish government decided on a new course: to develop Finland into an information society. In 1998, the National Fund for Research and Development published a national strategy on the information society (Sitra, 1998) . The "new economy" became a popular slogan. Indeed, Finland has become one of the world's leaders in almost all uses of new information and communications technology (ICT), although some Finnish economists (Koski, Rouvinen, & Ylä-Anttila, 2001 ) have suggested that Finland is only on the threshold of the new economy, which includes integration into the global economy. ICT accounts for 15% of total private sector turnover and 11% of the private sector workforce (Koski et al., 2001) . Finland has also been highly successful in global markets. For example, Nokia is the biggest mobile phone producer in the world, with more than 35% of the global market. The economy is no longer solely dependent on the forest sector; it has at least three strong branches (forestry, engineering, and ICT). The structural changes in the Finnish economy can be explained by heavy investments in higher education and R&D (see Castells & Himanen, 2002) .
ORGANIZATIONAL CHANGE
From the above discussion of social change in Finland, one might presume that work organizations have changed substantially and have played a key role in facilitating rapid social change. However, this is not the whole truth. Organizational change has shaped only a part of the Finnish enterprises. A recent comprehensive study based on a survey of 614 directors and 2,958 employees from private sector workplaces of at least 10 persons (Antila & Ylöstalo, 1999 shows that proactive enterprises differ significantly from traditional workplaces. A study by Antila and Ylöstalo (2002) revealed that the share of proactive workplaces totaled about 40% of all enterprises in the private sector (p. 20). Employees in the proactive workplaces have more influence on decision making with regard to work and product development. They receive more feedback from management with regard to their performance and they report being more cared for by management. It is not surprising that they more closely identify with their work organizations and feel more responsibility for workplace performance than their counterparts in traditional workplaces. Hodson's (2001) analysis based on 84 ethnographies confirms that there are major types of workplaces. He distinguishes between disorganized workplaces that encourage active resistance and accommodation behavior and participative organizations that encourage citizenship behavior. Hodson (2001) concludes that "each of these forms is present in contemporary economy, and each appears to have its own dynamics and logic" (p. 226). The results of Antila and Ylöstalo (2002) Our empirical analysis of organizational change is based on a more general standpoint in organizational theory. We see organizations as changing structures. Change can be identified in various organizational processes. Following Max Weber's model of bureaucratic organization, the arrangements of responsibility and power, and recruitment and education, have been important targets in the analysis of organizations. Some scholars (e.g., Halford & Leonard, 2001 ) see changing relations of power as the most comprehensive organizational process, and as the starting point of analysis. We prefer to follow Mintzberg (1979) and Groth (1999) , viewing coordination as a kind of mega-process that transforms the organizational type. In our case studies, we do not analyze all possible processes in organizations. Our focus is on teamwork, incentives, recruitment, in-firm training, and organizational culture. Some important overall organizational processes, like interaction and communication, are not examined separately here. The themes of our empirical analysis are based on organizational studies (from Etzioni, 1961 , to Groth, 1999 , the above-mentioned empirical studies (Antila & Ylöstalo, 2002; Hodson, 2001) , and our own case study interviews.
TEAMWORK
The value of teamwork is contested. For example, Richard Sennett (1998) contests both the effectiveness of teamwork and the empowering that is expected to follow the establishment of team organization (pp. 106-117). The establishment of teams conveys the impression of a pleasant workplace; however, this may be a façade for work intensification. Teamwork often obliges individuals to manipulate their appearance and behavior according to group norms. It can therefore be oppressive.
A recent study suggests that team-based work organization has become prevalent in most Finnish work organizations. Thus, according to Blom et al. (2001) , about 80% of Finnish employees say they work in teams (p. 177).
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One third of them claim to work in teams with clients. The only exception is the public sector, where teamwork is applied less extensively and where traditional bureaucratic work organizations still prevail.
At Metso, it is claimed that "co-operation between management and personnel is an integral part of Metso's management culture. Most of the cooperation takes place at the workplace, as part of everyday operations. This co-operation is grounded in local legislation, generally accepted ways of working and Metso's open human resource policy" (www.metso.com). Team-based work organization was introduced at the beginning of the 1990s. Ten years ago, the company was hierarchically organized into sections. Each section had its leader, supervisors, and specialists. Today, a typical team includes 10 employees (8 specialists, 1 secretary, and 1 team leader). The team leader is in a managerial position, but his or her duties mainly involve coordination of the administrative tasks for management rather than team supervision. Teams are the basic organizational cells and teamwork is designed to reach shared goals, for example, a sales or R&D project (cf. Drucker, 1993) .
The majority of employees work in teams. For example, the paper automation sales department is divided into three teams, each of which is responsible for (global) sales in its field. However, all teams are also engaged in ongoing joint sales projects. This means they share their special expertise with other teams, and one team may work on several projects.
In the R&D department, one team may have several ongoing projects, which usually involve people from a number of teams. The employees prefer to talk about projects rather than teams, whereas the HR department refers consistently to teams. In R&D, the daily labor process means working in one official team, but in practice, specialists work in several teams/projects.
The labor process in Metso appears to be quite similar to team research work in academia, with employees pooling their resources to resolve problems in joint projects. The employees at Metso seem to be pleased with the way their work is organized. They attach great importance to the social relations in the team; as one interviewee put it, There's a great spirit in our team. We have members with 30 years' experience in this business, and I being the youngest one often turn to them for advice. It's a very open atmosphere. We are located so that we can all hear each other. The team really works very well. (sales manager)
The key element is the need for intensive cooperation and mutual trust. All the employees have faith and confidence in their colleagues, which translates into a strong sense of responsibility and mutual loyalty within the projects. Because most teams have been working together for some 10 years, personal Blom, Melin / INFORMATION SOCIETY 181 bonds in the teams are strong. This is supported by the consistently low labor turnover rates.
It seems that face-to-face interaction and informal communication between team members is an invaluable asset for the company. Compared with the earlier work organization and division of labor in sections, the employees stress the benefits of better interaction in the new team organization. Metso is a lean organization. At the local level, there are only the teams, their leaders, and the general manager.
The aim of Telenor Finland, our second case company, is to be the market leader in producing e-business information. Sales teams were considered to be the most effective way of organizing work for this purpose, and indeed the company has relied on teams from the outset. All company operations are divided into eight teams-seven sales teams and one administrative team. In many respects, Telenor may be considered a call center, even though it is mainly selling a business catalog (on call centers, see Frenkel, Korczynski, Shire, & Tam, 1999; Korvajärvi, 1999; Taylor & Bain, 2001) .
All teams have their own budgets and monthly sales targets that they are expected to reach and ideally exceed. The leader of the administrative team explained the structure as follows:
If we want to keep our organization moving, teams are an absolute must. We must have smaller units that are responsible for their results. This is the only way we can retain this family atmosphere in a bigger organization. So that this is a gang, and our gang is like this. You can produce better results with teams. (team leader) In this case, it seems that teams serve as instruments of effective internal competition. They compete with each other. Salaries are partly dependent on individual team members' results as well as the results of all teams. In the case of Telenor, the team organization is a tool of organizational efficiency. Note that although there is fierce competition between and within teams, the team leader refers to a family atmosphere.
The majority of Telenor employees are very young. The company has recruited people straight from college. They take the work organization completely for granted. They work as part of a larger team and rely on getting help from other team members. All teams have adopted the idea of competing with each other on friendly terms.
The administration of Ylöjärvi is organized on the basis of a traditional hierarchic structure. There are various administrative functions, from schools and libraries and health centers to construction units. Each of these units has a rigid bureaucratic organization. The official view is that teams are not needed.
However, during the past few years, some teams have been established. There is no conscious policy to do so. Rather, it seems that teams are ad hoc solutions to various specific tasks. For marketing purposes, Ylöjärvi appointed a team to create a brochure on the municipality. Upon completion of this task, the team continued to work as an unofficial tourism team. The municipality has set up some projects, but usually they run for a limited period of time. A secretary at the municipality's technical department claimed that "we all make up one big team." However, this was contested by the department head, who maintained that they had no teams at all.
PAY SYSTEMS
The pay system at Metso is built around a set basic pay (for various pay groups) plus bonuses. Bonuses are paid to individual workers, teams, and departments. If the corporation turns in a good performance, all workers are rewarded. The vast majority of employees at Metso are unionized. Unions sign the collective agreement, but at the local level unions have little influence on individual pay.
The company's HR manager told us that in their evaluation, a normal pay raise will only keep workers satisfied for a couple of months; after that it will all be forgotten. There are currently plans for a new bonus system, which will be paid to workers for excellent performance in project work.
During the late 1990s, pay in the ICT sector was much higher than in other Finnish industries. Young specialists were hired on excellent salaries. In those days, the ICT sector was a far more attractive option than Metso in the competition for a qualified labor force. However, the HR manager pointed out that they must have competitive pay. Although the ICT sector is still paying higher salaries, labor mobility has not been a major problem for Metso. In other words, it is not only pay that keeps specialists working for the company.
We must find the advantages that a major corporation can offer. We are investing in different kinds of leisure activities, sports and so on. All this is being paid for by the employer. We also have our own health insurance policy, provide child care services and so on. (HR manager) At Telenor, the incentives are based on an ideal career path. New employees start out as junior salespersons. After a certain period of time and after having achieved their sales targets, employees may be promoted to the position of senior salesperson. In this position, employees are entitled to extension studies at a private marketing institute (a business college). The next step is to become sales manager (i.e., sales team leader). Promotions are based on experience in the company and sales results.
The pay system at Telenor is again based on two indicators-experience and sales. All salespersons have a basic salary. However, there is also a personal provision that is dependent on how much an employee sold during the past month and a joint company bonus, which is based on the combined sales of all teams. Teams compete with each other. In the company recreation room, there is a blackboard listing the sales performance for each team on a daily basis.
In Finland, pay in the public sector is generally much lower than in the private sector, the only exception being in female-dominated private services. For example, an engineer in the public sector will on average earn about one quarter less than his or her colleague in the private sector. In the public sector, there is no wage drift at all in practice. Nevertheless, there is considerable variation between different private sector industries.
In Ylöjärvi, employees are slotted into different pay groups that are similar in all Finnish municipalities. This means that high school teachers will have the same pay in different parts of the country. The same applies to bus drivers or office workers. During the past 10 years, there have been various projects that have tried to create new pay systems for municipalities.
More than 80% of all employees in the public sector are unionized. Collective bargaining takes place at the union level. At the local level, there is scope for special arrangements. Local negotiations usually deal with the specific implementation of the national agreement. The pay system is clear and allows for only minor individual variation. A certain number of teachers or office workers can have a special raise in their pay within the framework of the agreement. The only automatic pay increase is based on years of service.
In sum, the incentive system in the public sector is quite rigid. The vast majority of employees have centrally set pay; there are hardly any differences worth mentioning. Some specialists may have individual incentives, but overall these are very small. That said, pay differences are now increasing in the public sector too.
RECRUITMENT AND IN-FIRM TRAINING
In the case of Metso, there are specialized professional labor markets for the recruitment of the labor power the company needs. Most of the company's employees are engineers. The main sites for the recruitment of new employees are technical universities. The principal competitors are companies within the IT sector. Students working on their diploma theses are the primary target of recruitment.
Metso's main recruitment problem is the low pay it offers. This view is endorsed by a project leader who represents the company at recruitment 184 WORK AND OCCUPATIONS / May 2003 meetings. Metso also has a somewhat outdated image, which further complicates the task of recruitment. It was a well-known joke in the company that Nokia attracted all the best young engineers straight from university. Hence, Nokia's slogan "Nokia connecting people" was revised at Metso to read "Nokia collecting people"! The tasks in R&D require highly specialized professional skills. After the adoption of the project form of work organization, jobs became more clearly defined. This led to a growing need for further education, mainly in the form of in-firm training. Other pressures underlined the importance of language skills and cross-cultural knowledge. These included the steady growth of international operations and changes in product markets. The demand for specialized engineering knowledge rose very quickly during the second part of the 90s, and at the same time the need for in-firm training increased as well.
The planning of in-house training was based in part on discussions between supervisors and workers, which had become more important in the wake of recent organizational changes. However, employees did not always agree on the need for these discussions, which stressed the need for further education. In spite of the project leader's emphasis on the importance of knowing all his or her employees well, workers experienced these discussions partially as attempts to control their behavior by making additional demands on them.
The HR manager indicated that employees were highly motivated to improve their skills and qualifications. As a rule, the training programs were specially tailored to the employees' needs, except for basic data analysis and product education. The main problem for employees was finding the necessary time, given the increased time pressures and the element of unpredictability common to all projects. This made advance planning virtually impossible.
The training system in Telenor is made up of two elements. First, junior salespersons are trained in the firm by their team leaders to know all the taskrelated details. Second, when promotions occur, employees must take compulsory courses (marketing, psychology of work, leadership) in the marketing institute. These courses serve as an incentive for promotion and provide a reward for achievement.
In the municipality of Ylöjärvi, there is no systematic plan for training employees. Different administrative units provide courses to their staff in cases of special need. During the past decade, the main reason for training has been the introduction of new technology, especially new software.
A 1996 survey of Finnish managers in workplaces with more than nine employees reported that 42% had well organized in-firm training (Antila & Ylöstalo, 1999) .
1 In-firm training was shown to increase with workplace size and is associated with establishments that emphasize product development and innovation (p. 66). Recruitment at Metso differs from the systems applied at both Telenor and Ylöjärvi. Telenor recruits new employees mainly from among young people on the semiprofessional external labor market. Labor turnover is relatively high. The municipality of Ylöjärvi also recruits externally, taking into consideration the need for certain specialists (administration, municipal welfare services).
ORGANIZATION CULTURE
Interviewees at Metso described the social climate in the workplace as good. There were only very few critical comments or suggestions for improvement. One possible reason was that the employees had been with the company for some time and knew most of the people in their workplace.
Metso has been particularly active in seeking to create a corporate spirit. The policies mentioned by the HR manager are an integral part of this effort. In addition, the company organizes annual spring carnivals, Christmas parties, sports tournaments, and so on. Each department has its own customs, and teams are active too. The latest hit among teams has been local area network (LAN) game weekends: The team goes out to a country cottage for a weekend and plays computer games 24 hours a day.
"The spirit of Metso" is a slogan that appeared frequently in the interviews. In practice, this means that the employer provides full financial support for employees' leisure activities. There were also various events and gatherings outside working hours. Each team has its own annual gettogethers. The company spirit was also manifested in the holding of celebrations following successful completion of projects. The project leader emphasized the importance of leisure activities for staff commitment and wellbeing at work. However, many employees claimed that it was the intrinsic nature of their work that brought them satisfaction. Metso was proud of the use it made of an intranet. The corporation's annual reports have a special section describing the details of the open intranet. Describing the electronic network, an interviewee commented that "we all are connected. All the machines share the same databases. In an information technical sense we were networked. Perhaps it's the human side where there is still room for networking."
There were also some critical comments concerning the openness of communication. For example, it was suspected that knowledge disappears en route from Germany to Finland (i.e., a Finnish team member had doubts as to whether German colleagues always disclosed all the information they had).
The positive spirit is built up incrementally, starting from the teams. At the next level in projects, normal everyday discussions during coffee breaks and social interaction in leisure activities were regarded as particularly important. Finally, the project leaders emphasized the importance of knowing their employees. They maintained that it was necessary to have a close understanding of the character and working habits of their employees so that team members could be appropriately allocated to projects and that work within projects could be distributed efficiently.
There are certain structural frames that can hinder the development of a positive enterprise spirit by restricting employee autonomy. First, decisions concerning employee allocation to projects are not made by the employees. A methods expert explained that resource tables were the main instrument used for this purpose. These tables detail the amount of time individual employees work on different projects, including their tasks and responsibilities and how these need to change over the course of the project. Second, the quality of the work is controlled by a defect register. The register compiles information from different sources, particularly customer feedback, on the quality of the work. It is used as an instrument for evaluating teams and projects, and it is also used in calculating bonuses. Third, the control and authority that are exercised are of a soft kind, but we learned that leaders always have the last word and that there still is a clear hierarchy with regard to decision making. Our representative survey in 2000 (see Blom et al., 2002) yielded the same result, showing that high autonomy can be associated with strict control of results and in many cases also with low decision-making power.
A fourth point is that career achievement was not emphasized in the enterprise and employees' positions in the authority structure may change. As the HR director emphasized, the circulation of tasks is a key feature of project organization. She also pointed out that the firm emphasized its major strengths to motivate employees. This included such enterprise services as sickness benefits, child care, and leisure activities and different educational opportunities supporting personal growth and development. Fifth and finally, at the time of the interviews, great weight was placed on job security. However, despite a policy of avoiding redundancies wherever possible, staff reductions had been ordered by corporate headquarters with a view to reducing costs and to increasing the company's share values.
Organizational change, particularly the introduction of project work organization, created new problems of coordination. Teamwork required fluent communication and cooperation. Employees had detailed work tasks in several projects. The answer to organizational change was to harmonize teams' working methods. This was achieved using new technology. This was noticed also in the interviews. The new technology-the same software and a joint notice-board-were examples of the technical means used.
Projects may last for a year or two, which means that detailed project planning is virtually impossible. The interviewees have different views on how to resolve the problems of planning: These include equal responsibilities, budgeting enough time for projects, an open and communicative atmosphere, and careful documentation of different work phases. Compared with the other two cases, Metso has a distinctive organizational culture that encourages staff commitment.
Telenor is a newly founded company with no history. Accordingly, its organizational culture is narrow; it is based on monetary incentives. The staff is young and for most of them, this is their first permanent job. Company policy advocates open and friendly competition between the sales teams. Young salespersons share a communal and cooperative spirit. The daily sales results of each team are shown on a board in the office, and at the end of the week the results are counted and the winner receives a reward.
One special aspect at Telenor is that its employees believe in, and are proud to be associated with, an enterprise at the cutting edge of technology. This, together with their youthfulness, makes Telenor employees enthusiastic about their work.
In the public sector, various professional workers like teachers, medical doctors, and librarians form their own subcultures. This can be seen in their trade union activities: They have a joint central union, whereas workers belong to their own union. It can also be seen in their relations with working class employees; they keep a certain cultural distance from them. The municipality of Ylöjärvi is no different. It is heterogeneous with a variety of subcultures. On the other hand, most of the employees share an ideology of public service and, until a decade ago, these workers enjoyed considerable job security, although their pay levels were somewhat lower than in the private sector. After the recession, Ylöjärvi increased its use of fixed-term contracts, particularly with young employees who are usually hired on that basis. This has created a new segment in public sector labor markets. These employees seldom share the same values and community service spirit common among the older employees.
DISCUSSION: CHANGES IN WORK ORGANIZATION AND THE INFORMATION SOCIETY
The three case organizations in our study clearly differ from one another. Metso, particularly its research and product development unit, is a professional 188 WORK AND OCCUPATIONS / May 2003 organization of highly skilled, specialized experts. It is a high commitment organization based on socially cohesive teams. However, the organization has been strongly affected by fluctuations in the general economic climate. The company's development, including the R&D unit, has proceeded somewhat differently from what was anticipated by senior management. As we noted, staff reductions have been mandatory. This crisis situation has led to a change in culture and a tendency toward directive, nonparticipative management (Antila & Ylöstalo, 2002; Hodson, 2001; Ranki, 2000) . This speaks to a more critical interpretation of organizational change as suggested by Sennett (1998) and Ezzy (2001) .
In sum, our analysis of Metso indicates that the new economy is a vulnerable capitalist conjuncture economy, and any organizational changes within that economy must be planned for longer periods ahead; they must also be secured from time to time to achieve more lasting results. During the recent recession of the new economy, Metso was forced to heavily cut the number of its employees. The company comprehensively changed its organizational structure. This led to the resignation of the human resources manager.
Telenor is an organization that serves only a narrow product market, selling business catalog services. There is no task circulation and only limited career opportunities. It is something of a miracle that organizations of this type are capable of motivating the people involved because the only motivating elements are money and competition. One explanation for the success of Telenor is that it is making a new product, an Internet business information catalog. Its employees are young and eager to work and compete. The clear and straightforward pay system also serves to strengthen commitment to the company.
Telenor can be compared with knowledge-intensive expert firms in the IT service sector. Interviews with managers and experts in six firms producing telecommunication services confirmed many features of the optimist theories of the ideal knowledge-intensive work organization (Frenkel et al., 1999, p. 14) . The application of theoretical and technical knowledge and contextual knowledge to business, clients, and working methods was needed. The main reason was that clients were essential parts of the work organization. In other words, the knowledge required was highly dependent on client commissions (Kolehmainen, 2001) . The experts in these firms were young and recruited from the external labor market. A large proportion of the employees had no formal degree. Even though they had no special technical competencies, they anticipated obtaining special knowledge through working with clients on projects. The work was hectic, but they continually learned new skills. Because of their life situation and age, their career prospects were not clear. If we add to this the soft control and the need for, and use of, diverse social relations, the result is a partial approximation to the ideal type of empowered or knowledge-intensive organization.
Together, the first two cases represent a distinct organizational culture based on subcontracting and strategic partnerships, controlled growth, and project-centered teamwork. Both companies also try to convey a dynamic and modern image of themselves to attract qualified employees, new customers, and in the case of the manufacturing enterprise, new investors. Ylöjarvi, on the other hand, is an organization within the general structural frame of the Finnish municipal system. It has a stable bureaucratic structure. Employees are hired into strictly defined occupational positions. In practice, there is little room for career mobility. Formal requirements (education, earlier experience) in recruitment are strict, although there is always a political component involved. In the public sector, there are no effective incentives. Pay is set in the context of national collective bargaining. However, it seems that the public sector will be experiencing dramatic organizational change in the near future. This will include further rationalization to contain rising costs, making service providers compete for contracts and the adoption of more marketbased services (see Julkunen, 2001 ). This is also partly due to demographic changes: The workforce is becoming older, thereby placing a greater burden on the public sector. Table 1 summarizes the organizational processes we have analyzed in the text. It shows clearly that there are considerable differences between our cases in terms of teamwork, incentives, recruitment, and aspects of control. Organizational culture is described here by using the opposite themes of control and commitment. Other aspects of culture are omitted. A recent analysis of Finnish business and industry indicates that the success of Finnish companies seems to depend both on technical and organizational changes. The most successful workplaces are those that experienced these changes (Antila & Ylöstalo, 1999, p. 112) . These flexible workplaces had higher levels of empowerment and in-firm training than traditional workplaces.
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What about organization culture? Our results indicate that Metso's culture emphasized shared values, participation, and commitment. Telenor seems to have no conscious organization culture, although management stressed the importance of team spirit to foster competitive team working. Ylöjärvi has a long history whose bureaucratic features go back to the 18th century.
In Table 2 , we generalize the differentiation of our case organizations in relation to the three basic dimensions in modern organization theory.
Although many indicators support the thesis that Finnish society has developed into an information society, our analysis suggests that organizational change has not been very dramatic. Knowledge-intensive global corporations have adopted teamwork and project organization systems. Teamwork systems have also been introduced in call center-type organizations. In many cases, teamwork is, in practice, a way of increasing productivity. In the public sector, the bureaucratic organization still prevails. In the near future, cities and municipalities will have to rethink their organizational solutions. E-democracy and e-governance remain real challenges for the public sector. 
